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ABSTRACT 
Key Performance Indicator (KPI) is one of the performance measurement tools that assist someone in monitoring their 
performance against the target set by the management. Despite many implementations in delivering the KPIs, they are still 
unable to perform. It would involve investigating the current strategies undertaken by the management on how they deliver 
KPIs to academic staff in the Research Alliance of K-Economy (RAKE). This paper aims to investigate the problems of 
non-achieving KPI targets among academic staffs of RAKE. It also aims to highlight four areas of the strategy 
implementation that can be developed to deliver improved publication and citation outcomes for the targets set. The 
literature is reviewed and the targeted respondents’ extensive experience in the issues related to scholarly publication 
and citation is drawn on. The four areas of strategic implementation are discussed as a guide. The paper finds that the 
imposed strategies can be applied to achieve the targets set by management if initiatives are taken by all levels of 
academic staffs as well as the involvement by the top management of the institution. The paper has immediate practical 
benefits for academic staffs of RAKE that it provides a four steps guide for improving the publication and citation culture 
among the RAKE staffs by utilizing knowledge management. This will result in greater outcome for the management of the 
University in maintaining the status as a Research University (RU) in Malaysia. It can be concluded that the strategies 
imposed can be applied at the beginners’ level. Existing work has produced a sustainable KPI delivery process framework 
using Viable System Model (VSM) where it shows that there is a need to have integration among the university databases. 
However, this framework does not highlight details on how knowledge management contributes to the strategic initiatives 
of successful KPI delivery process. 
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INTRODUCTION  
Organizations cannot ignore the positive impacts of performance rewards on employee motivation. In order to balance 
motivating employees and encouraging knowledge management by knowledge sharing, it is important to find out which 
performance rewards could enhance knowledge sharing, or at least, have less negative impacts on knowledge 
management. The research problem revolves around the challenges in measuring the strategy implementation and the 
lack of administrative management’s involvement through the exploration of the organizational knowledge process in this 
measurement. What are the factors that contribute to the failure of KPI delivery in scholarly publications and citations 
among academic staffs of RAKE-UTM. 
Thus, the measurement of strategy implementation success through the tangible numbers of KPIs achieved can be 
complemented by this model. Most of the problem of non-achieving a KPI target is attributed to the academic staff, as 
either not publishing or not depositing their published papers in the right database. Those responsible should utilize a 
single database for the collection and deposition of the data. Moreover, the identification of key actors who influence the 
strategy implementation success amongst top and middle managers as stakeholders is also included in this model. 
Contributing knowledge in the community, it comprises both the contextualization and interpretation of knowledge. This is 
a cost for the knowledge management, because knowledge contributors must take time and effort [2]. It takes time in 
knowledge coding, and after sharing knowledge, knowledge contributors will take more time to clearly explain or assist the 
knowledge seekers to have a better understanding of the knowledge provided [12]. Previous researches have suggested 
that the codification effort is a significant inhibitor for knowledge contribution [2, 12, 16]. 
REWARD TO EMPLOYEE 
The purpose of monetary rewards is to reward employees for their excellent job performance with financial means 
including cash bonuses, stock awards, etc. [8]. The purpose of non-monetary rewards is to reward employees through 
opportunities such as promotion and training opportunities [8]. [36, 37] study showed that people hoard knowledge 
because they fear that their subordinates would be promoted faster, which is actually the fear of losing promotion 
opportunity (i.e. a non-monetary reward). 
 
Team-based rewards provide all members of a team with the same reward based on the whole team’s performance [17]. 
Individual based rewards provide each individual with a reward based on his or her own performance [17]. One of the 
purposes of team-based rewards is to encourage cooperative behavior in the sense that individual team members strive 
for the best outcome of the whole team [14]. Studies have indicated that a collaborative organizational climate will improve 
knowledge sharing, whereas a competitive organizational climate will impede knowledge sharing [4, 27].  
 
Performance Measurement (PM) and Performance Indicators (PI) 
As the need of measuring performance of employees as reported by [7], it is also expected in KPI delivery process. In 
order to make organizations alert of the significance of KPI delivery, information system tools have to be put into place to 
quantify the reimbursement of those strategies to make them worth wile. According to [19], performance measurement can 
be: 
 Used to help direct the allocation of resources: Where management will see through the organization and 
become aware of how and what to spend in an area; 
 Used to assess and communicate progress towards strategic objectives: By taking all members of the 
organization along in order to have a viable strategy in moving the organization forward; and 
Used to evaluate managerial performance: That is to also know if the top management are capable of fulfilling their roles 
as the leaders of the organization 
Moreover, most literatures have sighted the importance of organizational leadership commitment to facilitate success [11]. 
To apply measurement tools in any organization, staff participation is essential [22].  
 
Concept of PM in Institutes of Higher Learning 
The need for every employee in institutions of higher learning (IHL) particularly academic staff of public universities in 
Malaysia to deliver his/her KPI targets has both positive and negative impacts. Experiences have shown that the 
employees could not deliver consequently because of many noteworthy factors affecting the delivery process. According 
to [3] institutions have to look for a passageway along which developmental activities can develop while enhancing quality 
of employees’ life and ensuring the feasibility of KPI delivery processes on which both institutions and their employees are 
dependents.  
IHL such as universities have employees whom are categorized into two, first the academic staff and second the non-
academic staff. An academic staff can be described as those in control of the processes of teaching and research in IHL. 
An academic staff is the primary actor in university, and can be defined as a Professor, Reader (Assoc Prof), Senior 
Lecturer, Lecturer and any members of staff of the university who are paid on academic related scales. The status of a 
university is subject to the strength of its academic staffs; also patrons are attracted to a university because of the 
composition of a university academic staffs [5]. 
From the above background, it is clear that for a constant upgrading of the overall institution as well as the performance of 
the academic staff needs to be measured and evaluated. Academic staff performance is demonstrated through the level of 
output and quality of teaching and research. One of the success factors of any university is the ability of its academic staff 
to show a high level of performance especially in areas relating to research and teaching. 
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[35] defines academic staff performance as the ability of a staff to have creativity, self-discipline, ambition and motivation 
towards performing his duties. These entire factors are considered important to the university’s objectives, and therefore 
become visible that most universities oblige strict measures on the performance levels of their academic staffs.  
KPI DEVELOPMENT 
According to[15] on the context of organizational performance measurement, KPIs have to be critically considered. 
Therefore the right strategic areas have to be considered in order to choose the right KPIs for the business. The choice of 
the right KPIs will initiate a discovery of where and how the organization is moving. Implementing KPIs successfully highly 
depends on their development [15], as well as require a systematic approach. This will require insider knowledge of all the 
organization departments that participated in the KPI development. [11] has described how organizations can be 
structured to have many units with their respective processes. This is an addition to [15] whom mentioned in the 
circumstance of development of KPI it's practical to use a method, which is in line with organizational structures. 
It is important to set KPIs in which their efficiency can be measured. That is the value attached to a KPI should be able to 
reflect whether that KPI is effectively satisfying the goal of the organization or business. This shows why KPIs are required 
to be implemented into the information system in place in order to report to those concerned about the realtime progress 
of the KPI. [22] provides key steps in having a lasting and reliable KPIs:  
 Start with experts that knows how to collect data on relevant strategic goals and he must have access to the 
organizational PI database. 
 Have a a reporting mechanism on late delivery of services.  
 Keep the top management informed about the status on ground in order to get high- level support.  
 Develop a Balanced Scorecard (BSC) with a minimum of five to six result indicators. 
Scholarly Publication and Citation (SPC) 
Scholarly publications in higher institutions of higher learning have undergone rapid changes during the last two decades. 
The globalization of higher education and research institutions, university rankings and the emergence of electronic 
scholarly journals contribute to the changes these institutions are facing today.Scholarly Publication is an academic work 
in form of a written paper that has undergone a process of peer review by one or more referees in order to publish the 
paper in an academic journal. While Citations on the other hand is the use of references to support assertions and 
arguments by academic authors. Citations give credit to other authors and also provide readers of an academic journal 
with more information on the subject being discussed in the paper [34]. 
 
Scholarly publications in academic institution has become very signifcant in a way that even staff promotion is entirely 
based on it, as the popular saying of publish or perish which according to [33], the phrase emphasizes the importance of 
research in any academic institutions. But even with the importance of scholarly publication in academic institutions, a lot 
of diffculties are faced by academic staffto meet their targets, such as non-involvement in the design of their key 
performance indicators, lack of committed leadership to encourage them, lack of facilities and competent supportive 
staff[18]. These problems lead to demoralization of academic staff which needs to be addressed 
Evaluation on the success of KPI Implementation 
[30, 14] has defined KPIs as a tool used to measure the success or compliance in an organization. In many IHL, KPIs has 
been selected as a performance measurement tool with a metric value usually attached. And these KPIs allow 
organizations to see areas it is executing well and what areas require improvement [21, 40]. As a self-assurance tool, KPIs 
implementation has proven to be effective in IHL. 
According to [24] 70 per cent of balanced scorecard implementation fails. The author goes on to argue that there are two 
key reasons why KPI success measurement fail. The first is that measurement systems are often poorly planned. The 
second is that they are difficult to implement due perhaps to (politics, infrastructural issues, and loss of focus). KPI 
implementations can also suffer from the same issues. The KPI literature suggests that successful performance 
measurement depends on how well these KPIs are planned [13, 25, 39]. Key performance indicators can be: 
 
 Process-based (e.g. compliance with guidelines), 
 Activity-based (e.g. dollars spent, numbers employed) 
 Outcome-based indicators (e.g. goals achieved, success of services) 
 
KPIs are particularly useful when they are associated to policy concerns or outcomes. KPIs can be categorized in a 
number of ways [39], some of which are: 
 
 Quantitative KPIs: The amount of a product or service 
 Qualitative KPIs: Structured perceptions or structured feedback 
 Cost efficiency KPIs: The unit cost of achieving a specified amount of service 
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 Cost effectiveness of KPIs: The unit cost of achieving a specified amount of service to a designated level of 
quality 
 Timeliness / Responsiveness KPIs: The time taken to perform a service, or the number of transactions or 
products within a time cycle 
 Work team productivity KPIs: The amount of output of a workforce unit or group 
RAKE UTM 
As established in February 2009, K-Economy Research Alliance also known as RAKE was formed with the intention of 
strengthening research and consultation activities by focusing the activities towards higher impact, better and more 
industry-relevant programs. RAKE is built upon a strong association of existing centers of excellence, laboratories, formal 
and informal groups of individual professors and established research groups within UTM. Up to date, RAKE has about 
551 research members within 35 research groups and 2 center of excellence (COE). Research members are formed from 
various disciplines especially from ICT, management, education, Islamic studies and geo-information, which makes RAKE 
a very multidisciplinary alliance. This fits very well with the multidisciplinary nature of the K-Economy. 
 
 
Fig 1: Stakeholders Participation on Scholarly Publication in UTM 
UTM implemented KPI delivery as one of the strategic initiatives to improve the overall performance of the academic staff 
towards achieving the university’s strategic goals. The delivery process is based on targets to be achieved by all 
applicable stakeholders. Even though the KPI delivery process is simple in its objectives, its execution and implementation 
involves different efforts from different group of actors such as Research Management Center (RMC), Research Alliance 
(RA), Research Group (RG) and individual academic staff. These players have their own potential, targets and prospects. 
Moreover, the players’ role to the required target in the KPI delivery process varies at different level of the organization. 
Figure 1, shows the current stakeholders’ participation in the KPI delivery process of scholarly publications and 
citations. 
UTM's Policy on SPC 
According to [21], the benefts of implementing KPIs in academia are manifold, they assist in creating a performance-based 
work culture, by providing additional visible criterion for annual appraisal as well as endorsement plus allocating apparent 
objectives meant for individuals to endeavor for it. In UTM, the approach used which is Balanced Scorecard is to make 
sure that the performance targets of staffs are associated with the ones of the university. 
The policy of using KPI for the annual appraisal of academic staff was introduced in 2009. And these KPIs were developed 
and each academic staff have to attain above 80 % in each of the KPI. The criterion utilized are leadership teaching, 
supervision of postgraduate, research input and output, personal quality, professional services, as well as other 
contributions. As for endorsement or promotion, a special weightage is employed. For instance, an academic staff in the 
scale of DS45 carries the weightage of 60% for teaching contrast with senior lecturer who carries 45 percent. 
Research publication KPIs of UTM does consider both SCOPUS and ISI. This is for citation and also indexed journals. 
Particular importance is specifed to the cumulative impact factor and distinguish between high, medium and low impact 
journals. In order to tackle the complexity the academic staffs from the social sciences is facing to publish in ISI indexed 
journals, UTM has set them a lower target. While for papers written with co-authors, it does not differentiate among first 
and second authors, with each member receiving the equal score. 
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METHODOLOGY 
The authors used both mixed method approach by combing quantitative and qualitative methods. Using multiple 
approaches can capitalize on the strengths of each approach and offset their different weaknesses [9]. The scholarly 
publication and citation is clearly relevant for universities with the status of Research Universities to sustain their ranking 
and status among the other universities regardless in the national or international level. The authors were given 
longitudinal access to study the deployment of publication and citation targets at the UTM. 
Field work and data collection were undertaken to identify the main aspects of the study. On the basis of qualitative data 
analysis and collection we formulated our research interest as: investigating the current strategies undertaken by the UTM 
management on how they deliver KPIs to academic staff in the Research Alliance of K-Economy (RAKE) and to 
investigate the problems of non-achieving KPI targets among academic staffs of RAKE. To pursue this line of inquiry we 
have built on our own studies, the existing outsourcing literature, and lessons learned from academic staffs of RAKE. The 
study also aims to highlight four areas of the strategy implementation that can be developed to deliver improved 
publication and citation outcomes for the targets set.  
Data collection among the RAKE staffs has been carried out using direct observation, open-ended interviews, and 
restricted internal RAKE documentation. Interviews were done among the targeted staffs to identify the key strategies. We 
carried out interviews with senior lecturers, Professors and Associate Professors within the RAKE community. Multiple 
sources of evidence have been used to validate the findings. 
PROPOSED METHOD 
In this section we propose a diagnosis framework that will allow the discovery of factors affecting a KPI delivery in 
institutions of higher learning (IHL). This framework is build upon viable system model (VSM) [29, 32, 31], one of the most 
widely used and well-regarded diagnosis tools. Yet some systems thinking literatures have recognized some weaknesses 
with the VSM [20, 23]. It was found that VSM is a theoretical replica that does not have a solid physical existence and 
furthermore it incompetently gives results if used autonomously. 
While we conserve the methodological force of VSM, we will as well endeavor to correct some of these weaknesses by 
combining it with other diagnosis approach. We used Alderfer Model [1], who proposes three stages of organizational 
diagnosis; entry, data collection and feedback. But in our approach, we have changed the sequence of Alderfer model by 
featuring VSM, which will as well match the Alderfer models’ weakness of missing coordinating purpose between the 
model fundamentals.  
The new model/framework will be poised of four phases (Figure2) and all of these phases have a commencement and an 
end with some overlapping, this means there is some VSM activity, data collection and feedback during the entry phase, 
some entry, VSM activity and feedback during data collection, some entry, data collection and feedback during VSM 
activity and some entry, data collection and VSM activity during feedback. The following paragraphs enlighten the 
components of the framework. 
 
Fig 2: Viable System Model and Alderfer Model 
A. Entry 
This phase is akin to [26] VSM diagnostic process. In [21] the analysis is divided into two; the system discovery and  
system analysis. In system identification, the target system in which the analysis is necessary will be determined as in the 
system analysis, corresponding of the VSM framework will be done to the system in focus. Thus the entry phase in our 
framework begins when the participating system (system in focus) is determined. And this is regularly through document 
analysis, observation or consultation with the clients [1]. It is usually at this stage that at times hypotheses are generated 
to let thorough analysis of the situation. We can observe that in entry, some elements of data collection have appeared. It 
is also at the entry phase that the viability of the analysis is determined, since the researcher as well as the organization 
(client) will agree and offer access to their staff and confidential resources. At the end of this phase, a clear understanding 
of the task ahead is expected as well as revisits to areas not clear are made. 
B. Data collection 
This phase begins with the option of methodology in which all related data will be collected [1]. Any approach of data 
collection can be employed, either qualitative, quantitative or mixed method, depending on the system in focus being 
diagnose. This phase require formulation of questions to be asked in either the interview or survey. The researcher is 
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tasked to analyzed the data collected with the objective of making all the VSM subsystems have featured. It is clearly at 
this stage that problematic areas will begin to appear after the analysis. 
C. Viable System Model (VSM) activity 
In this layer, the (VSM) is used as a template [6] to guide the classification of the factors influencing a particular process. 
VSM is a tool introduced by Stafford Beer [29, 32, 31], which shows how system can be able of independent existence. 
The VSM is build upon three principles; Cybernetic, Law of requisite variety and Recursion [10]. The cybernetic principle 
explains how systems are associated as one component sharing resources. The law of requisite range provides the ability 
of systems to be self sustaining by obliging any changes from the surroundings [10]. And recursion shows how any viable 
system is contained and it contains another viable system, example of a Russian doll. With these three principles, the 
VSM operates based on five major subsystems (implementation assumed as system 1, coordination assumed as system 
2, control and audit takes system 3, intelligence serves as system 4 and policy as system 5), which are synergistically 
connected to provide a self sustaining system. The failure of any of this subsystem will guide to a breakdown of the 
complete system. Hence, prior to using the VSM framework, data collection as well as organizational analysis is vital from 
the system in focus. This will reveal the key goals of the organization as well as the entire flow of processes in the 
organization. In the framework, two VSM activities will be noticed; this is showing the recursive nature of the procedure 
and the overlapping of phases in the framework. 
D. Feedback 
Feedback phase is concerning of communicating the result of the overall diagnosis to the related authority with list of 
prioritized problems. This phase also will decide the agreement of the organization or stakeholders on the proposed way 
out given by the researcher. The results obtained from the table of outcome will determine which of the VSM subsystem is 
facing challenges based on the identified factors and that will signify where action need to be taken in order to have a 
viable process. 
Knowledge Management and the Importance 
The knowledge that is in the individuals and organizations themselves provides the framework in which they decide 
alternatives from enormous variety of possibilities. Normally, self-knowledge is mediated by the society and language in 
which deliberations occur and the degree to which it is likely to incorporate a variety of perspectives and models to 
facilitate act as a decisive unit. Big organizations which have gotten into difficulty frequently have done so since they 
behaved as if their range and their capability to do anything doomed they could do everything. 
Current management thinking has been paying attention on reining in this trend: shaping foundation competencies and 
focusing on them, considering how society and principles uphold processes and practices, and learning to make behavior 
all through the organization logically and reliably [28]. Getting a handle on the social and technical assets of knowledge in 
the organization is an essential footstep.  
Definitely knowledge management is a big picture subject. Just as undoubtedly, deficiencies here expose the organization 
to the risk of not recognizing opportunities or threats. If it is not known where knowledge possessions are and how they 
are being utilized, much of their likely significance may be shattered. 
STRATEGY IMPLEMENTATION  
The authors identified that the successful scorecard implementations were those where the senior lecturers was affianced 
with publication culture from the beginning. Our proposed approach focuses attention on the beginners’ level factors that 
drive success towards publication and citation and came up with a four-phase balanced scorecard approach as in Figure 
3. The outline of the process that was identified is to give in a good start for the implementation of publication culture for 
the RAKE in UTM. 
 
Fig 3: Four Phase Balanced Scorecard Approach 
Phase I: Focus 
Step 1. Define Strategy Precise strategy is the base for performance measures. RAKE UTM will answer three fundamental 
strategy questions: 
• What are the most important objectives for the research alliance to achieve? 
• What "driver" results — for example, targets, — are critical to achieve these objectives? 
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• What "drivers" — for example, leadership, training, diversity, and values — impact performance on 
these driver results? 
The authors help answer these questions through a review of one-on-one interviews, strategy discussions. This is a 
survey tool to swiftly: 
• Illuminate the strategy. 
• Parallel with senior team on strategy issues. 
• Discover barriers for room of upgrading. 
The subsequent step is habitually implementing a balanced scorecard, because balanced scorecards are an outstanding 
medium for a specific strategy, communicating it to the organization, aligning people around the strategy, and ingraining 
the strategy into daily decision-making.  
Phase II: Assessment 
Step 2. Develop new driver and performance measures RAKE UTM will have to develop new measures as needed. This 
may include an employee survey that indices on issues that predict better publication outcomes. It covers three areas that 
RAKE has identified as predicting end result. 
• Wherever possible, your existing measures will be incorporated to ensure continuity. 
• RAKE selects survey questions based on its extensive knowledge of the measures that accurately 
predict the academic staffs’ performance. 
• As the survey is tested over time, the measures are refined to best predict performance among RAKE 
staffs. 
Step 3. Apply new balanced scorecard measures 
RAKE will apply new measures, using tools which make them easy to understand and implement. 
Step 4. Analyze and report 
Analysis is a critical element of strategic assessment. At this step in the process, RAKE will: 
• Performs linkage analyses to identify the relationships between academic staffs’ data and their 
performance in key areas such as productivity in publication, and their performance in research related 
agendas. These analyses will identify the people issues that have the greatest impact on their 
performance. The result is a People Performance Index that predicts performance in the respective 
Research Alliances.   
• Indicates the performance development that can be anticipated from your investment in people 
management by telling how much improvement can be realized in the outcomes from targeted levels of 
improvement. 
Phase III. Implementation 
Step 5. Implement improvement plans 
The measures need to be taken at this phase are to: 
• Set priorities for action based on strategy, newly identified people drivers of business performance, and 
comparisons to high performing organizations. 
• Set specific performance targets and timetables. 
• Assign accountabilities for improvement efforts. 
• Map existing initiatives against priorities, and consolidate action wherever possible. 
• Develop plans for specific improvement initiatives. 
This process embeds the balanced scorecard and its measures in the day-to-day working life of the academic staffs in 
RAKE, spreads awareness of the impact of effective people management, and initiates the necessary change processes. 
Specialists in organizational change and performance improvement can be applied to help RAKE with implementation. For 
example, higher authorities in RAKE then can: 
• Train people to interpret people measures and to facilitate follow-up sessions. 
• Facilitate follow-up sessions, either on our own or teaming with your people. 
• Design initiatives to address people issues. 
Phase IV. Continuous Improvement 
Step 6. Track improvement 
Continuously track performance on their people measures is an essential step. Continuous tracking measures the short-
term brunt of improvement efforts and identifies rising issues promptly. RAKE can have a pulse tracking program - speedy, 
episodic surveys of a RAKE population is a cost-effective way to track performance improvement on a specific issue by 
administering the issue in question to a targeted sample of the work force. Pulse surveys typically use a few items rather 
than comprehensive questionnaires. 
They may be aimed at a cross-section of the entire organization, but they are often focused on a specific segment of the 
work force in which targeted change efforts have been implemented. A pulse survey administered via this quick 
turnaround approach can provide instant feedback on progress on key issues and enables management to implement 
needed course corrections. 
Step 7. Continuous improvement through balanced scorecards 
By re-embarking on the cycle once again, and cascading it down (or across, or up) to other levels, while continuing to 
track key measures and re-set goals, RAKE can create and support continuous improvement programs which will provide 
a long-lasting competitive advantage. This can then be adapted to other Research Alliances in UTM to be tested for the 
improvement in publication and citation to meet the targets set by the university. 
HOW TO GET THERE? 
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With more than 1300 academic staffs in UTM in the year 2012 (see table 1), it is possible to achieve the target of 
publication as targeted by the VC of UTM. The simplest way to achieve this target is by assigning 1 impact factor for each 
academic staff. This can be achieved if all the academic staffs can implement the below calculator for their academic 
appraisal: 
1 staff with 1 PHD student = 1 SCOPUS journal 
1 academician with 1PHD student => 1 IF = 1 IF. 
Thus with 2000 academician who has at least 1 PHD students => 1 IF = 1X2000=2000IF 
Therefore it is possible with 4000 over students (in year 2012) to help to produce with the staffs at least 1 IF journal to 
meet the target of the university. This can be good practice as in the year of 2015, 
Table 1. Facts and Figures as in September 2012 (Adapted from: www.utm.my (08 Nov 2012)) 
Academic 
Staffs 
Total 
Graduate 
Students 
Total 
Academic 
Staffs 
2077 
Graduate/Post
graduate 
Student 
12739 
Full time 
International 
Academic 
Staffs 
165 
International 
graduate 
Student 
4442 
Visiting 
International 
Academic 
Staffs 
150 PhD Student 4366 
Outbound 
Visiting 
Academic 
Staffs 
802 
Master 
Students 
8373 
Academic 
Staffs with 
Phd 
1100   
the target to achieve is estimated 6000 for Indexed Publication (SCOPUS) with estimated 1800 staffs with PHD and 5000 
PHD students. 
 
Fig 4: Academic Staffs' Qualification 
Based on a survey participated by RAKE members, many are still unaware about the targets being mentioned by the Vice-
Chancellor of UTM [38]. In his book, [38] is being mentioned about all the targets to achieve the world class university by 
year 2020. According to the statistic of the survey only 15.79% of the respondents actually read the content of the book 
and this is also identified as one of the factor why the targets are not being accomplished by the university. With 75% of 
Ph. D degree holders (See Figure 4) and 40% of staffs with more than 11 years of service in the university (See Figure 5), 
the strategy of publishing to meet the target can be accomplished easily. 
On the other hand, many academic staffs felt demoralized with the targets being set for them for the portion of research as 
they feel it is heavy burden with the admin workload, research, teaching and supervision of students. Therefore, 65% of 
the respondents feel that publication is only their responsibility as an academician, where as 5% sees publication and 
citation as to increase the citation and h-index and another 5% wants to do it for the sake of job promotion. (See Figure 6) 
One of the strategies being imposed by the respondents was to write journals with co-authors from various designation 
levels. This involves from the highest rank such as Professors and Assoc. Professors to Senior Lecturers and Lecturers 
and not forgetting the tutors as well as the librarian as writers. This way, the tacit knowledge can be shared among all 
levels of academic staffs and the process of knowledge management and knowledge sharing can take place. The 
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phenomena to transfer tacit knowledge can be implemented effectively when it is done face-to-face in workshops 
organized by the respective research alliances. 
 
 
Fig 5: Years of Service 
Even though with a big number of academic staffs in UTM, it is unimpressive that the target is not fulfilling the goals. One 
of the many reasons given by the respondents was UTM can hardly achieve the targets because there are social sciences 
academic staffs who are facing the problem with the indexed publication. It’d be much clearer if he number could be fairly 
divided for engineering and non engineering staffs. Those academic staffs from the social science background and Islamic 
studies facing the problem are affected with the KPI delivery for not reaching their performance appraisal due to this 
reason. Lack of culture in publication among the academician is also identified as one of the reason behind the 
unachievable target. 
Due to this reasons, workshops and seminars need to take place to implant the culture or writing among the research 
alliance members. Many imposed that training in writing for research methods and advance data analysis need to be 
conducted by professionals. Besides that, invite reviewers and editors from well known journal publishers to give them 
overview of the reviewing process to get the journals published in high impact factor papers. Many gets demoralized when 
the reviewing process takes a very long time and time to publish paper takes more than a year. By having peer-reviews in 
workshop by good writers, this issue can be resolved or at least minimized. 
 
Fig 6: Motivation to Publish in IF Journals 
Mobilizing the research students from postgraduate level in order to achieve the target is also a good strategy imposed. 
Training and constant guidance need to be given to the research students so that they can publish high impact factor 
papers and at the same time helping to contribute for the university. With the multi discipline background such as the 
student, supervisor and co-supervisor (if any), the results can be more satisfactory since the mentor-mentee process takes 
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place to get a perfect piece of work to be delivered. Collaboration with well known professors in the areas (identified by 
each faculty/RG) preferably from established institution. Collaboration with industry (like in Korea; where Samsung 
finances PG studies to solve industry’s problems and needs). 
CONCLUSION 
Strategy initiatives can be one of the success factors for achieving the targets but it always relies on the encouragement 
and support from various parties to reach the goals. From this study it can be concluded that there are many strategies 
that can be implemented to have scholarly publication and citation targets achieved by UTM if all parties take parts and 
work for it. The strategies can be applied stage by stage from the beginners level to the intermediate and lastly to the 
professional level. Among the proposed strategies were to invite as many as possible editors from high impact journals to 
establish relationship with UTM staffs; which can be done at the beginners’ level. Bring the culture of research through 
seminars and competitions. Incentives for local publications and non IF journals as means of polishing writing skills and 
also not to abandon these publications for the sake of knowledge growth. Make publication as an academic culture and 
main responsibility of lecturers. These steps can be categorized in the intermediate level of strategy implementation. As 
for the professional level, have both local and international collaboration with the industry as well as the reviewers and 
editors. Not forgetting the collaboration among the highest to the lowest designation academic staffs in the institution. 
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